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ABSTRACf

They purpose of this study was to concurrently examine the effects of expatriate
adjustment andjob satisfaction on intent to stay for a sample ofJapanese expatriates. The paper
has two aims: (1) to extend the findings of Black and Stephens [1989], who concluded that
adjustment is a multidimensional construct comprised ofgeneral, interaction, and work
adjustment, and (2) to examine the effects of another relevant, yet neglected, explanatory variable,
job satisfaction, on intent to stay. Data from a matched-pair set of 119 expatriates and their
spouses were used. Several significant relationships were found. First, the multidimensionality of
expatriate adjustment was confirmed. Second, work adjustment and interaction adjustment were
directly related to the expatriates' intent to stay. Third, intrinsic job satisfaction was also directly
related to intent to stay. Finally, the spouse's assessment of the expatriate's intent to stay and the
expatriate's actual intent to stay were not observed to be interchangable.
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Without question, there has been a profound increase in the number of expatriate
managers needed to operate multinationals' subsidiaries in foreign countries over the last two
decades. Likewise, there has been an increase in the number of studies dealing with international
business. However, one issue, the expatriate adjustment process (which occurs when an
employee moves to an international assignment), is a topic that has still only received a limited
amount of attention.
Several previous studies focusing on this topic have broadened our understanding of the
adjustment phenomenon [e.g. Black, 1988; Black, Mendenhall, and Oddou, 1991; Black &
Stephens, 1989; Feldman & Tompson, 1993; Mendenhall & Oddou, 1985], but most of these
have only addressed the adjustment ofAmerican expatriate managers. Only a few have broadened
their scope to include expatriates [Black, 1990a; Black, 1990b; Hawes & Kealey, 1981; Stening &
Hammer, 1992] and students [Nishida, 1985] from other nations such as Japan and Canada.
Perhaps of more concern is the fact that only several ofthese studies have actually
analyzed the perceptions of expatriates about their own adjustment. Several others have relied on
the less well informed observations of line managers or human resource professionals. Therefore,
the objective ofthe research reported here is to determine how adjustment andjob satisfaction
affect an expatriate's intention to stay.
To do so, we used a sample of Japanese expatriates in the United States. Of course, Japan
is considered to be markedly different than the United States, especially in terms of its culture
[Hofstede, 1980]. Nevertheless, we can improve our understanding about the expatriate
adjustment process if some of the universal experiences of expatriate managers can be identified
and examined. To this end, we have adopted the culturally synergistic approach suggested by
Adler [1991]. Admittedly, these factors may not be viewed the same across different cultural
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groups. However, it may still be possible to identitY some commonalities that exist in adjustment
processes for all expatriates.
Note that of all the research done on expatriate adjustment thus far, only one data set has
been used to focus on the adjustment ofJapanese expatriates in the U.S. [Black, 1990a; 1990b].
There are, however, several issues that should be noted with regard to these data. First, the
survey used in this study was developed and administered in English. Of course, this is not the
native language of the Japanese expatriates. Therefore, many of the subtleties in language may
have been missed outright or, at least, minimized. Second, the sample size is relatively small.
Hence, there may be restriction of range and structural stability problems. Third, these analyses
only relied on partial correlation analyses for hypothesis testing. All to say, by being the first
study on this topic to develop, pretest, and administer an instrument in Japanese, by obtaining a
larger sample, and by using a conventional research methodology; there appears to be an
opportunity for the current study to build on previous research and obtain even more robust and
conclusive findings.
In summary, the purpose of the current study is four-fold: (1) to empirically expand upon
our knowledge of expatriate adjustment and intentions to stay; (2) to examine, possibly confirm,
and possibly extend Black [1988], Black and Stephens [1989], and Black and Gregersen's
I

[1991a] findings pertaining to the concept of adjustment; and (3) to concurrently examine the
effects ofjob satisfaction, a heretofore underexplored variable, and adjustment on intent to stay.
In the next section, we briefly review the concepts of intent to stay, adjustment, and job
satisfaction. This is followed by a section discussing the roles of adjustment and satisfaction as
potential determinants of intent to stay. A discussion of the sample, measures, and methods
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follows. Then, we present and discuss our results. Finally, we conclude with a discussion section
focusing on the implications ofth.is study's findings for managers and researchers.
INTENT TO STAY

Two of the most important individual-level outcomes in the area of international human
resource management are turnover [Naumann, 1992] and 'early returns' [Tung, 1982]. From a
practical perspective, expatriate turnover is very important since it is costly for both the individual
and the organization. Indeed, estimates of the cost of turnover frequently exceed $100,000 in
today's dollars [Misa & Fabricatore, 1979]. Likewise, early returns and turnover are important
since they run counter to the ultimate outcome usually associated \\'ith cross-cultural adjustment,
successfully completing the assignment.
Although Tung [1982] observed a considerably lower 'early return,' or failure, rate for
West European and Japanese multinational corporations, this finding may not perfectly depict
reality. As noted by Nishida [1985], the Japanese culture puts an emphasis on "saving face" and
"avoiding shame." These conditions exert tremendous pressure on Japanese expatriates to
complete their international assignments no matter what. Otherwise, the returning expatriates will
lose face and be looked upon as failures. These labels will, undoubtedly, be detrimental
throughout the remainder of the expatriate's career. Of course, this takes on added importance in
Japan since it is difficult for middle aged employees to find alternative jobs. Indeed, there is
virtually no labor market for these individuals. On the other hand, as Tung [1982] suggests, it is
also possible that a lower failure rate is observed because Japanese expatriates are more adept at
adjusting to foreign environments due to their personal nature, company selection procedures, and
organizational training. However, this assertion needs further exploration and substantiation.
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ADJUSTMENT

Numerous terms have been used to refer to the concept of cross-cultural adjustment
including: acculturation [Mendenhall & Oddou, 1985], adaption [Stening & Hammer, 1992],
adaptation [Ruben & Kealey, 1979], and adjustment [Black, 1990a; 1990b; Black & Stephens,
1989; Black & Gregersen, 1991a; 199Ib;Nishida, 1985]. Generally speaking, cross-cultural
adjustment has been conceptualized as the degree of psychological adjustment experienced by the
individual or the degree of comfort, familiarity, and ease that the individual feels toward the
environment [e.g. Church, 1982; Mendenhall & Oddou, 1985; Ruben & Kealey, 1979; Stening,
1979]. When it comes to operationalizing adjustment, some studies have tried to directly measure
the degree to which expatriates have adjusted [e.g. Black, 1988; Black & Stephens, 1989] while
others have used job satisfaction or performance outcomes as proxies for adjustment [Naumann,
1993].
Initially, expatriate adjustment was conceptualized as a unidimensional construct.
Recently, however, Black [1988] has argued that it has three dimensions including work
adjustment, interacting with host nationals adjustment, and general adjustment. Indeed, Black
[1988, 1990a, 1990b], Black and Stephens [1989] and Black and Gregersen [1991a, 1991b] have
provided some preliminary empirical evidence to suggest that the adjustment construct is
multidimensional.
In the seminal model pertaining to the phenomenon of cross-cultural adjustment

[Lysgaard, 1955], in-country adjustment is believed to resemble a U-curve and involve four
distinct phases: honeymoon, culture shock, adjustment, and mastery. These stages may last
anywhere from a few weeks to a few years depending on the individual and their circumstances.
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JOB SATISFACTlON

In general. job satisfaction refers to an employee's attitude toward their work, rewards,
and the social, organizational, and physical environments in which their work is performed.
Without a doubt, it is one of the most thorougWy studied concepts in the field of management. A
review nearly two decades ago accoWlted for over 3,000 articles on this topic [Locke, 1976].
Moreover, a meta-analysis conducted a decade later showed that interest in this topic has
continued to grow [Iffaldono & Muchinsky, 1985]. More recently, the findings from numerous
studies into the relationships between job satisfaction and a range of employee attitudes and
behaviors, ranging from the propensity to join a union to health problems, were summarized by
Cranney, Smith, and Stone [1992].

In the end, unequivocal evidence for a relationship between job satisfaction and job
performance has not been found [Iffaldano & Muchinsky, 1985]. However, job satisfaction has
been observed to be related to attendance [Steers & Rhodes, 1978], turnover [Mobley, Homer, &
Hollingsworth, 1978], and intent to stay [Gerhart, 1990]. Prior to this study, the relationship
between job satisfaction and expatriate adjustment has not been empirically examined.
ADJUSTMENT AND JOB SATISFACTION AS ANTECEDENTS OF INTENT TO STAY

E;'Cpatriate Adjustment

Expatriate adjustment has been the focus of several studies over the last decade. Most of
them have examined the antecedents of adjustment. For instance, using a sample of 67 US
expatriates in Japan, Black [1988] was among the first to argue that adjustment may be a two
dimensional,

r~ther

than unitary, construct. In two additional analyses, which shared the same

data set--consisting of 67 Japanese expatriates in the U. S., Black [1990a; 1990b] proposed that
adjustment has a third dimension.
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In one of these studies, Black [1990a] also fOlmd that expatriates' assessments of their
families adjustment were invariant with their own self-reported intentions to leave. Thus far, the
relationship between expatriates' assessments of their own adjustment and their intent to leave has
not been examined. Given this gap, and the evidence elsewhere [Tung, 1982] that an array of
adjustment-related factors are related to early returns, we hypothesize the following:

Hypothesis fa: There is a direct relationship between an expatriate's general
adjustment and their intent to stay.
Hypothesis Ib: There is a direct relationship between an expatriate's interaction
adjustment and their intent to stay.
Hypothesis I c: There is a direct relationship between an expatriate's work
adjustment and their intent to stay.
Spouse's Perception ofExpatriate's Adjustment
To address one of the problems associated with common method variance, a few studies
of adjustment have also incorporated the inputs of expatriates spouses to concurrently measure a
variety of constructs. Most frequently, this has taken the form of [Black & Stephens, 1989], or
has been recommended to be [Black, Mendenhall, and Oddou, 1991], spouses reporting their own
levels of adjustment. In another study (one that shared Black & Stephens' [1989] sample of 220
U.S. expatriates in Japan, Korea, Hong Kong, and Taiwan), Black and Gregersen [199la] used
spousal perception ofthe expatriate's intention to stay as the dependent variable. They found that
spouses' self-reported interaction adjustment was related to spousal perceptions of expatriates'
intentions to stay. In light of these assertions and findings, we tum our attention to spousal
assessments of expatriate adjustment and hypothesize the following:

Hypothesis 2a: There is a direct relationship between the spouse's assessment ofthe
expatriate's general adjustment and the expatriate's intent to stay.
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Hypothesis 2b: There is a direct relationship between the spouse's assessment ofthe
expatriate 's interaction adjustment and the expatriate's intent to stay.
Job Satisfaction

A well-known model of turnover advanced by Steers and Mowday [1979] clearly specifies
the relationship between job satisfaction and the intention to stay. Moreover, a number of studies
using domestic samples have frequently found a direct relationship between job satisfaction and
intent to stay. Gerhart [1990], for instance, observed a strong relationship between these two
constructs. In addition, he found that whether an employee perceives it will be easy or hard to
move to a new company (a likely case for a Japanese expatriate), as job satisfaction increases, an
employee' s desire to stay increases.
Job satisfaction has also been studied in the context of international assignments
[Naumann, 1993; Stening & Hammer, 1992]. For example, Naumann [1993] found intrinsic and
extrinsic job satisfaction to be directly related to a number ofjob characteristic variables such as
role conflict, role ambiguity, autonomy, and job feedback. Given this theoretical backdrop, it is
certainly plausible to posit that job satisfaction will also be related to intent to stay. Thus, we
hypothesize:
Hypothesis 3a: There is a direct relationship between intrinsic job satisfaction and
the expatriate's intent to stay.
Hypothesis 3b: There is a direct relationship between extrinsic job satisfaction and
the expatriate's intent to stay.
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METHOD

Sample

l11e sample for this study consisted of Japanese expatriates living and working in the
Midwestern United States. Japanese and English versions of the survey were developed. These
instruments were then reviewed by a bilingual subject matter expert and a panel offive bilingual
management practitioners to insure that the original meanings of the concepts were retained.
Advance notice was provided to the prospective participants before the questionnaire was sent.
Included with the survey was a cover letter from the researchers (explaining the purpose of the
study and assuring confidentiality) and a letter from the director of the local Japan-America
Society (encouraging participation). The Japanese version of our survey was then distnbuted and
returned over a two-month period in the Fall of 1995.
Three hundred surveys were distributed initially. Two hundred and thirty-three expatriates
returned completed surveys for a response rate of 78%. Of these, 217 (93%) were deemed
usable. To obtain a second rater, in 164 ofthese cases the expatriate's spouse completed a survey
measuring their (the spouses') perceptions of the expatriate's adjustment and intent to stay. Of
the 164 spouse surveys, 119, or 73%, did not have missing data and were deemed usable. Thus,
the final sample for the study consisted of 119 matched-pairs of respondents.
The mean age for the expatriates in the current study was 39.2 years (sd = 7.2). In the
sample, 100% were married, 79.8% had received a bachelor's degree or higher, and 62.2% had
received company sponsored training (in one or more of the following areas: environmental
briefing, cultural orientation, language training, sensitivity training, or a temporary assignment)
before coming to the United States. The expatriates had been living in the United States for an
average of 34 months (sd = 21. 5). Their experience living in the US ranged from I to 108
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months. Over 30 corporate entities (including transplants and joint ventures) spread across a
variety of industries (including: automobiles, light manufacturing, steel, electronics, and foods)
were represented in the sample.
Measures

Dependent Variables
Intent to Stay. Intent to stay was measured using a three-item Likert scale ranging from I
(strongly disagree) to 7 (strongly agree). The first two items were adopted from Black and
Stephens [1989]. The third indicator was developed by the authors for this study. They were
worded as follows: "I will do anything to keep this assignment for its expected duration"; "I often
discuss the possibility of returning to Japan with my spouse"; and, "I often think about going back
to Japan before the assignment is over." Note that the first item was recoded in the analysis when
the 'intent to stay' scale was formed. This operationalization of intent to stay was deemed most
appropriate, given that the sample consisted of Japanese expatriates. As discussed previously, it is
often not a viable alternative for Japanese expatriates to return home early. Accordingly, it is
more appropriate to ask them about their desire to remain in the assignment, rather than their
intent to leave the foreign assignment or their organization. The reliability for the 'expatriate's
intent to stay' scale was an acceptable .66.

Spouse's Assessment ofExpatriate's Intent to Stay. This dependent variable was
measured using a modified version ofthe three-item scale described above. In this case, "I" was
replaced with "My spouse." Therefore, the items read as follows: ''My spouse will do anything to
. keep this assigpment for its expected duration"; "My spouse often discusses the possibility of
returning to Japan with me"; and, ''My spouse often thinks about going back to Japan before the
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assignment is over." TIle reliability for the 'spouse's perception of the expatriate's intent to stay'
scale was a tolerable .67.
Independent Variables
Job satisfaction. Job satisfaction was measured using the short form of the Minnesota

Satisfaction Scale which has 20 items [Weiss, Dawis, England, & Lofquist, 1967]. These 20 items
tap "general" job satisfaction. The expatriates were asked to indicate their level of satisfaction
regarding their current job in the United States. In the original study, two subscales (6 and 14
items respectively) measuring "extrinsic" and "intrinsic" job satisfaction were developed. The
reliabilities for the intrinsic and extrinsic subscales in the current study are .87 and .82,
respectively.
•

*
Put Table I here

.

..........................
Expatriate Adjustment. Recall that adjustment has been proposed to be a multi-

dimensional construct [Black, 1988]. Thus, in this study, Black & Stephens' 14 item scale [1989]
was used in this study. Ofthese items, 7 are designed to tap general adjustment (in accordance
with Torbiom (1982],3 represent work adjustment, and 4 measure interaction with nationals
adjustment. The items included in this adjustment scale, the responses to which range from 1
(very unadjusted) to 7 (very well adjusted), may be found in Table 2. The reliabilities for the
general, interaction, and work adjustment scales used in this study are .85, .84, and .76
respectively.
••••••••••••••••••••••••••
Put Table 2 here
••****••••••••••••••••••••

Spouse's Assessment ofExpatriate Adjustment. Since it could not be assumed that the

spouse would have observed, or in another fashion obtained first-hand knowledge of: the
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expatriates work adjustment; only the II items pertaining to the spouse's assessment of the
expatriate's general and interaction adjustment were obtained and used in the analysis. Like the
'intent to stay scale,' the questions posed to the spouse were prefaced by "My spouse." For
example, one question that spouses answered (on a I-very unadjusted to 7-very well adjusted
seaIe) was, "I feel my spouse is

to interacting with host nationals in the host nation."

The re1iabilities for the spouse's assessment of the expatriate's general and interaction adjustment
scales used in this study are. 78, and .83.
Methods

Factor Analysis: Job Satisfaction
The first step in this study was to explore the job satisfaction construct and its
dimensionality. Using a confirmatory, principal components analysis with varimax rotation, two
distinct and stable dimensions emerged from the 20 adjustment items (Table 1). As defined by
Weiss et a1. (1967), these factors were identified as intrinsic and extrinsic satisfaction. Two of
the items previously identified as belonging to the intrinsic scale were found to load on the

extrinsic dimension in this study. Also, two of the items had mutual loadings, thus they were
dropped from subsequent analyses. Hence, the intrinsic and extrinsic scales were comprised of8
and 8 items, respectively. These two factors account for 53% of the variance in the job
satisfaction data. Table 1 lists the items and their factor loadings.

Factor Analysis: Adjustment
The next step was to explore the adjustment construct and its dimensionality. Using a
confirmatory, principal components analysis with varimax rotation, three distinct and stable
dimensions emerged from the 14 adjustment items (Table 2). As has been the case for previous
studies, these factors were defined as general, interaction, and work adjustment. Unlike Black's
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[1990a; 1990b] original study, however, two of the items previously identified as belonging to the
general scale were found to load on the interaction dimension here. Thus, the general,
interaction, and work scales were comprised of 5, 6, and 3 items, respectively. These three
factors were the only ones that had eigenvalues above l.O. Together, the three account for 64%
. of the variance in the adjustment data. Table 2 gives the indicators and their factor loadings.
Multiple Regression Analysis: Predicting Intent to Stay
Last, we examined the relationships between the three dimensions of expatriate adjustment
(general, interaction, and work), the two dimensions of spouse-assessed expatriate adjustment
(general and interaction), the two dimensions ofjob satisfaction (intrinsic and extrinsic), and
intent to stay using multiple regression analysis. In the first equation, the explanatory variables
were regressed against the expatriates' reports of their intent to stay. To compare results across
multiple raters, the same set of explanatory variables were regressed against the spouses'
perceptions of expatriates' intent to stay in the second equation.
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RESULTS

Intercorrelations

Table 3 gives the means, standard deviations, coefficient alphas, and intercorrelations for
all of the variables. The alphas indicate the internal consistencies for the scales. All the alphas for
the variables clearly exceeded Nunnally's [1967] minimum criterion of .50 for adequate reliability.

..........................
Put Table 3 here
•••••••••***•••••••••••**.

Note that all of the first order correlations are significant, and they are all in the expected
direction. Simply put, the greater an expatriate's adjustment, the greater their intent to stay.
Also, the better an expatriate is adjusted, from their spouse's perspective, the more likely they are
to want to stay. Finally, the more satisfied an expatriate is with their job, the more likely they are
to stay.
Second, observe that there is an association between the expatriate's intention to stay and
the spouse's perception ofthe expatriate's intent (r=.59). Nevertheless, they appear to be
distinctly different constructs. Similarly, relatively low levels of agreement were found for the
expatriate's and spouse's assessments of the expatriate's general (r=.47) and interaction (r=.58)
adjustment. As such, the threat of multicolinearity-related confounds in the regression analyses
are lessened considerably. In the same vein, even though the three dimensions of adjustment that
emerged from the factor analysis were intercorrelated, the intrascale reliabilities are greater than
the interscale correlations. Therefore, the level of discriminate validity for the three dimensions of
adjustment is acceptable [Buchanan, 1974].
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Multiple Regression Analysis: Predicting lntent to Stay
Table 4 highlights the relationships between the adjustment and satisfaction scales and
intent to stay. The first equation tests their effects on the expatriates' intentions to stay. The
second equation tests their effects on spousal perceptions of expatriates' intentions to stay.
••••••***•••• **••• **•• ****
Put Table 4 here

•••••••••**•••••••••••••••

In Equation I, four significant relationships were detected between the explanatory
variables and the expatriate's intent to stay. First, the better adjusted one is at work, the more
likely they are to stay (b=.455, p< .01). Thus, Hypothesis HIe is confirmed. Second, the better
an expatriate has adjusted to interacting with others, the more inclined they are to want to stay
(b=.326, p< .05). Therefore, HI b is supported. Note, however, that the expatriate's general
adjustment was invariant with intent to stay. Hence, there is no support here for HIa.
Third, the spouse's assessment of the expatriate's level of interaction adjustment is related
to the expatriate's intention to stay (b=.244, p< .05). Hence, Hypothesis H2b is confirmed. On
the other hand, the spouse's perception ofthe expatriate's general adjustment had no effect on the
expatriate's intention to stay. Therefore, H2a is not supported.
Fourth, the greater the expatriate's intrinsic job satisfaction, the more likely they are to
stay (b=.575, p< .05). Therefore, Hypothesis H3a is confirmed. Contrary to H3b though,
extrinsic satisfaction had no discernible effect on intent to stay.

In Equation 2, an alternative rater's assessment of the expatriate's intent to stay, that of
the expatriate's spouse, served as the dependent variable. In the second model, the same set of
expatriate (adjustment and job satisfaction) and spouse (adjustment) assessments were used as
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explanatory variables. However, when using the spouse's assessment of the expatriate's intent to
test the explanatoI)' power of these variables, not a single significant relationship was detected.
In summary, given the results for these two models, it appears that there is some support

for the contention that there is a direct relationship between the expatriate's intrinsic satisfaction
and their intent to stay (H3a). There is also partial confirmation for the assertions that an
expatriate's work and interaction adjustment affect their intent to stay (HI b, HI c and H2b). In
the first equation, 4 of7 (57%) associations were significant at the .05 level. This significance
level indicate that the findings reported here cannot be attributed to chance alone.
DISCUSSION

The purpose of this study was to (a) to build upon the very small number ofprevious
empirical studies asserting that adjustment is a multidimensional construct and (b) to
simultaneously examine how expatriate adjustment and job satisfaction relate to expatriates'
intentions to stay.
With regard to the former, these results provide additional, independent support for the
three-faceted dimensionality of adjustment that Black [1990a; 1990b] proposed. As was noted,
however, the factor loadings observed here do not exactly replicate those found in the limited
number of previous studies on this topic. In the current study, two items previously identified as
belonging to the "'general" adjustment factor loaded more favorably on the ''interaction'' factor.
Regardless, three stable factors representing generaL interaction, and work adjustment did
emerge.
Furthe~ore,

these results also provide some priliminary support for the hypothesis

positing that job satisfaction (intrinsic) is related to intent to stay and some confirmatory evidence
that adjustment (work and interaction) is related to intent to stay. The more satisfied one is and
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the better they are adjusted at work and in their interactions with host nationals, the less likely
they are to want to leave.
Of course, one possible limitation in this study is a failure to include all of the potential
influences on intent to stay. For instance, there are some organizational factors have been alleged
to influence expatriate adjustment. They include overseas support [Oddou, 1991], social support
[Black & Gregersen, 1991b], career development plans [Feldman & Tompson, 1993; Mendenhall,
Dunbar, & Oddou, 1987], and socialization & orientation [Lee & Larwood, 1983; see Black,
Mendenhall, & Oddou, 1991 for a review]. Future studies should attempt to add some ofthese
variables to studies attempting to model and predict intent to stay.
A second possible limitation, one that has been noted in all of the previous research on this
topic [Black, 1990a; 1990b; Black and Stephens, 1989; Black and Gregrersen, 1991], is the
possible threat of common method variance. This phenomenon can occur when subjects
intentionally or unintentionally provide responses that exhibit systematic correlations because they
are asked to provide inputs for both the dependent and explanatory variables. When doing so,
they may try to provide concordant information. To dampen this effect, multiple inputs for the
two dependent variables and for two ofthe five explanatory variables were obtained from both the
expatriate and their spouse. Since they measure on-the-job attitudes, the other three explanatory
variables (work adjustment, intrinsic job satisfaction, and extrinsic job satisfaction) were obtained
only from the expatriate. Unfortunately, it was not possible for another knowledgeable person-such as a supervisor or coworker (and there may not even be such a well-informed person) to
provide inputs .on these attitudinal indices. In addition, the expatriates and their spouses were
instructed to complete their respective questionnaires independently. Finally, questions pertaining
to the dependent and independent variables were placed in separate sections of the survey.
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Given the results found here, organizations and their managers would be well advised to
see to it that their e:\:patriates are satisfied with their jobs first of all. Next, the goal should be to
see to it that they are well adjusted to their work and work environment. Then, the importance of
adjusting to interacting with host nationals should be emphasized.
All to say, given their increased responsibilities and time requirements, it may be most
important for companies and expatriates to focus on work issues, somewhat less important to
focus on interaction issues (interacting, speaking, and socializing \\lith host nationals), and least
important to focus on general adjustment (which relates primarily to eating, shopping, and
housing conditions).
Even in light of the findings from the current study, researchers need to continue to
explore the factor structure ofthe cross-cultural adjustment phenomenon. Although this study
provides additional evidence that expatriate adjustment consists of three dimensions, the
composition and stability of these factors remains somewhat uncertain. In addition, future studies
should be conducted to replicate the new-found association between job satisfaction and intent to
stay. Also, given the differences between the expatriates' and spouses' assessments regarding the
adjustment and intent to stay variables, researchers will need to be careful not to assume that the
spouses can accurately judge expatriates attitudes, or vise versa. In other words, spouses' and
expatriates' responses should not serve as proxies for each other. Finally, in an attempt to further
minimize the common method variance issue, using even more traits, raters, and methods should
be a goal.
In spite. of the fact that this study has provided some new insights into the notions of

adjustment, job satisfaction, and intent to stay, these findings should be viewed cautiously. This is
but one of very few studies offoreign expatriates and their spouses in the U.S. Although the
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most comprehensive study of its type, it still relies on a limited number of expatriates and spouses
( 119) from a single country (Japan). Nevertheless, these results provide researchers and
practitioners with useful empirical evidence that should help us to improve our understanding of
and appreciation for the complexity of the expatriate adjustment process.

;\<1it1~rnmt and Joh SatisfaL'tim as Antcc....denL' "f Intent to Stav 60202.<1,,,, 6/13/96

page 21

REFERENCES

Adler, N. 1. 1991. International dimensions oforgani::.ational behavior (2nd ed.). Belmont, CA:
Wadsworth.
Black, 1. S. 1988. Work role transitions: A study of American expatriate managers in Japan.
Journal of International Business Studies, 19(2), 277-294.
Black, 1. S. 1990a. Factors related to the adjustment of Japanese expatriates managers in
America. Research in Personnel and Human Resources Management, Suppl. 2, 109-125.
Black, 1. S. 1990b. The relationship of personal characteristics with the adjustment of
Japanese expatriate managers. Management International Review, 30(2), 119-134.
Black, 1. S., & Gregersen, H. B. 1991 a. Antecedents to cross-cultural adjustment for
expatriates in Pacific rim assignments. Human Relations, 44(5), 497-515.
Black,1. S., & Gregersen, H. B. 1991b. The other half of the picture: Antecedents of spouse
cross-cultural adjustment. Journal of International Business Studies, 22(3), 461-477.
Black, 1. S., Mendenhall, M., & Oddou, G. 1991. Toward a comprehensive model of
international adjustment: An integration of multiple theoretical perspectives.
Academy ofManagement Review, 16(2),291-317.
Black,1. S., & Stephens, G. K 1989. The influence of the spouse on American expatriate
adjustment and intent to stay in Pacific rim overseas assignments. Journal of
Management, 15(4), 529-544.
Buchanan, B. 1974. Building organizational commitment: Socialization of managers in work
organizations. Administrative Science Quarterly, 19, 533-546.
Church, A. T. 1982. Sojourner adjustment. Psychological Bulletin, 91,540-572.
Cranney, C. 1., Smith, P. C., & Stone, E. F. 1992. Job satisfaction: How people feel about their
jobs and how it affects their performance. New York: Lexington.
Feldman, D. C., & Tompson, H. B. 1993. Expatriation, repatriation, and domestic geographical
relocation: An empirical investigation of adjustment to new job assignments.
Journal ofInternational Business Studies, 24(3), 507-529.
Gerhart, B. 19?0. Voluntary turnover and alternative job opportunities. Journal ofApplied
Psychology, 75(5),467-476.
Hawes, F., & Kealey, D. 1. 1981. An empirical study of Canadian technical assistance.
International Journal ofIntercultural Relations, 5, 239-258.

Adju.'>tm<:nl :md Joh Salisf'Ktion as Anl~-c~'ti<:nts (,f [11I<:nllo Sl"v 60202.doc 6/1 JI'J6

p"ee 22

Hofstede, G. H. 1980. Culture's consequences: International differences in work-related values_
(abridged ed.). Beverly Hills, CA: Sage.
Iffaldano, M. T. & Muchinsky, P. M. 1985. Job Satisfaction and job performance: A metaanalysis. Psychological Bulletin, 97, 251-273.
Lee, Y., & Larwood, L. 1983. The socialization of expatriate managers in multinational firms.
Academy ofManagement Journal, 26(4), 657-665.
Locke, E. A. 1976. The nature and causes ofjob dissatisfaction. in The Handbook ofIndustrial
and Organi=ational Psychology. M. D. Dunnette (ed.), Chicago: Rand-McNally,
901-969.
Lysgaard, S. 1955. Adjustment in a foreign society: Norwegian Fulbright grantees visiting
the United States. International Social Science Bulletin, 7,45-51.
Mendenhall, M., Dunbar, E., & Oddou, G. R. 1987. Expatriate selection, training, and careerpathing: A review and critique. Human Resource Management, 26(3), 331-345.
Mendenhall, M., & Oddou, G. 1985. The dimensions of expatriate acculturation: A review.
Academy ofManagement Review, 10(1),39-47.
Misa, K F., & Fabricatore, 1. M. 1979. Return on investment of overseas personnel.
Financial Executive, 47(4), 42-46.
Mobley, W. H., Homer, S. 0., & Hollingsworth, A. T. 1978. An evaluation ofprecursors of
hospital employee turnover. Journal ofApplied Psychology, 63, 408-414.
Naumann, E. 1992. A conceptual model of expatriate turnover. Journal ofInternational
Business Studies, 23(3), 499-531.
Naumann, E. 1993. Organizational predictors of expatriate job satisfaction. Journal of
International Business Studies, 24( 1), 61-80.
Nishida, H. 1985. Japanese intercultural communication competence and cross-cultural
adjustment. International Journal ofIntercultural Relations, 9,247-269.
Nunnally, 1. C. 1967. Psychometric Theory. New York: McGraw-Hill.
Oddou, G. 1991. Managing your expatriates: What the successful firms do. Human
Resour~e Planning, 14(4),301-308.
Ruben, B. D., & Kealey, D. 1. 1979. Behavioral assessment of communication competency and
the prediction of cross-cultural adaptation. International Journal ofIntercultural
Relations, 3, 15-47.

AdjwUn<2Jt and Job Satisfaction as AntcccdenL' of Intent to Stav 60202.doc 6/13/96 page 23

Steers, R. M. & Mowday, R. T. 1979. Employee turnover and post decision accommodation
processes. in Research in Organizational Behavior, L. L. Cummings & B. M. Staw (eds.),
Greenwich, CN: JAI Press, 237-249.
Steers, R. M. & Rhodes, S. R. 1978. Major influences on employee attendance: A process
model. Journal ofApplied Psychology, 63, 391-407.
Stelling, B. W .. 1979. Problems.of cross-cultural contact: A literature review. International
Journal ofIntercultural Relations, 3, 269-313.
Steniog, B. W., & Hammer, M. R. 1992. Cultural baggage and the adaptation of expatriate
American and Japanese managers.1vlanagement International Review, 32(1): 77-89.
Torbiom, I. 1982. Living abroad. New York: Wiley.
Tung, R. L. 1982. Selection and training procedures of U.S., European, and Japanese
multinationals. California Management Review, 25( 1), 57-71.

v.,

Weiss, D. 1., Dawis, R.
England, G. W., & Lofquist, L. H. 1967. Manual for the
Minnesota Satisfaction Questionnaire. Minnesota Studies in Vocational Rehabilitation,
XXII.

Adjlli>tmtnt :md Joh S3lisfacti"n as Antecedents of Intent to Slav 60202.doc 6/13/96 page 24

Table 1
Factor Analysis: Job Satisfaction
Factor Loadings
Survey Items

2

1. Intrinsic Satisfaction

Able to keep busy all the time.
The chance to work alone on the job.
The chance to do different things from time to time.
The chance to be somebody in the community
Being able to do things that do not go against my conscience.
The way my job provides for steady employment.
The chance to do things for others.
The chance to tell people what to do.
The chance to do something that makes use of my abilities.
The chance to try my own method of doing the job.
The freedom to use my own judgment. •
The feeling of accomplishment I get from my own job. •

.33

.51
.83
.74
.62
.58
.57
.65
.62
.56
.56
.54
.42

.13
.19
.21
.29
.20
.26
.29
.36
.47
.56

The way my boss handles people.
Competence of my supervisor in making decisions.
The way company policies are put into practice.
My pay and the amount of work I do.
The chance for advancement on this job
The praise I get for doing a good job.
The working conditions.
The way coworkers get along with each other.

.28
.25
.38
.14
.10
.24
.23
.24

.62
.60
.59
.77
.69
.67
.64
.75

Eigenvalue
Percentage of Variance Explained
Total Variance Explained

5.12
.41
.41

1.85
.12
.53

.09

2. Extrinsic Satisfaction

• mutual loadings--dropped from further analyses
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Table 2
Factor Analysis: Expatriate Adjustment
Factor Loadings

.

1

2

3

.61
.65
.72
.72
.69
.80

.45
.22
.14
.20
.15
.07

-.09
.09
.42
.40
.48
.27

.30
-.01
.11
.30
.27

.47
.74
.76
.77
.75

.27
.34
.23
.05
.24

Perfonnance Standards and Expectations
Supervisory Responsibilities

.21
.33
.21

.32
.23
.22

.73
.73
.77

Eigenvalue
Percentage of Variance Explained
Total Variance Explained

6.46
.46
.46

1.57
.11
.57

1.05
.07
.64

Survey Items

1. Interaction Adjustment

Interacting with Host Nationals
Speaking with Host Nationals
Socializing with Host Nationals
Interacting with host Nationals Outside of Work
Entertainment, Recreation Facilities & Opportunities
Health Care Facilities

2. General Adjustment

Food
Cost of Living
Housing Conditions
Shopping
Living Conditions in General

3. Work Adjustment

My Specific Job Responsibilities
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Table 3
Summary Statistics for Expatriate & Spouse Samples
Mean

Standard
Deviation

a

I. General

5.29

.89

.85

2. Interaction

4.37

.95

.84

.63

3. Work

4.96

.94

.76

.64

.70

4. General

5.11

1.00

.78

.47

.47

.41

5. Interaction

4.87

1.04

.83

.40

.58

.40

.62

6. Intrinsic

3.59

.50

.87

.42

.49

.54

.31

.30

7. Extrinsic

3.11

.69

.82

.31

.38

.46

.26

.25

.72

8. Expatriate's Intent to Stay

2.65

1.29

.66

.38

.28

.43

.29

.31

.35

.21

9. Spouse's Perception of .
Expatriate's Intent to Stay

2.48

1.36

.67

.33

.38

.31

.29

.35

.3 I

.18

Variable

1

2

3

4

5

6

7

8

Expatriate's Adjustment

Spouse's Assessment of
Expatriate's Adjustment

Expatriate's Job Satisfaction

Intent to Stay

N=119; Correlations above 1.181 are significant at p<.05, a = standardized item alpha.

.59

9
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Table 4
Results of Regression Analysis for Intent to Stay

Expatriate's Intent to Stay

Spouse's Perception of
Expatriate's Intent to Stay

Variables

b.

s.e.

b.

Intercept

-7.590 +++

.892

-6.757

Expatriate's Adjustment
General
Interaction
Work

0.235
0.326
0.455

*
**

.169
.183
.177

0.184
0.195
-0.007

.186
.202
.195

Spouse's Assessment of
Expatriate's Adjustment
General
Interaction

0.030
0.244

*

.142
.141

0.053
0.226

.156
.156

Expatriate's Job Satisfaction
Intrinsic
Extrinsic

0.575
-0.183

.293
.202

0.340
-0.040

.323
.222

7,118
5.650
.263
119

+ p<.05, ++ p<.01, +++ p<.001 (two-tail)

*

s.e.

+++

7,118
3.784
.193
119

* p<.05, ** p<.01, *** p<.OOI

(one-tail)

.983
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